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Abstract 
 
Considerable studies on Chinese leadership styles apply Western models to test Chinese 
managers, and then define Chinese leadership style with Western ideas. This study assumes that 
Chinese managers have their own leadership styles distinctive from Westerners and tried to 
investigate the cultural and historical origin of Chinese leadership style, especially to explore 
how Confucianism have affected and shaped Chinese leadership style in modern Chinese 
society. 
This study adopted a qualitative interview research method ,in which twelve unstructured 
interviews were conducted with five chief executives and senior managers as well as seven 
subordinates from five public organizations in Tianjin. By investigating effects of Confucius 
philosophy on Chinese leadership style , the study not only demonstrated the main demotions of 
Chinese leadership styles ± Guanxi Orientation, paternalism, and heroism, but also highlighted 
both their contributions and potential issues on shaping and affecting the unique Chinese 
leadership style. 
As to the increasing importance of China in global economy and politics, a thorough 
understanding of the unique Chinese leadership styles will a precondition for management 
researchers to enhance existing knowledge in this field and to advance cross-cultural managerial 
efficiencies in modern Chinese society. 
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Chapter One: Introduction 
 
The Purpose of the Study 
Although a host of existing studies on Chinese organizations have addressed the 
importance of building and maintaining good relationships with managers when doing 
business in China, little research has concentrated on the importance of the Chinese 
Public Sector (Bond and Hwang, 1986). Even less research has used empirical studies 
to examine the effect of Confucianism on leadership behaviors and leadership 
effectiveness (Littrell, 2002).  
Numerous studies on Chinese leadership behavior have relied on borrowed Western 
models to test Chinese managers. However, this study suggests that Chinese managers 
may present a distinctive leadership style which is different from those found in 
Western literature. As Chinese society is deeply influenced by the philosophy of 
Confucianism, the study will explore and illustrate how Confucianism has affected and 
shaped leadership style in contemporary Chinese public organizations.  
 
The Importance of the Study 
China as the most populous country in this world has globalized rapidly since Deng 
;LDRSLQJ¶Vµ2SHQ'RRU¶SROLF\ LQWKH ODWHV2QWKHRQHKDQGZLWKWKH LQIOXHQFH
of globalization, foreign information, thoughts and cultures have had a great impact on 
policy, socio-economy, and traditional culture in Chinese society. However, on the 
other hand, with a surprisingly dramatic pace, China which has transformed from a 
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policy of self-reliance and suspicion to one of openness, and has thus been integrated 
into the rest of the world (Zheng, 2003). Therefore, regarding the significant 
globalizing tendency in China, numerous scholars and policy-makers have paid 
attention both to the influence of Western ideas on Chinese traditional society and to 
WKH LPSDFW RI &KLQD¶V JOREDOL]DWLRQ RQ ZRUOG SROLWLFV &KHQ DQG =KRQJ 
Confucianism as the main foundation of traditional thought is deeply rooted in Chinese 
society. Many studies (e.g. Schlevogt, 2002) focused on the effects of Confucian values 
on the economic development in the East Asian. Few researchers, however, pay much 
attention to the issues of the leadership style and manager-subordinates relationships 
within the Chinese traditional culture. Therefore, this study will draw attention to 
exploring how Confucianism have affected and shaped Chinese leadership style in 
modern Chinese society. 
  
The topic of leadership has been around since antiquity, yet systematic social scientific 
study of leadership did not begin until the early 1930s (Bass, 1990; Littrell, 2002). 
In this day and age, a great number of research projects on leadership have been 
conducted both in academic and practical fields. Fiedler (1996) claims that, leadership 
has acted an increasingly significant role in organizational development, since leaders 
often emphasize continuous change in resources, technologies, strategies, and 
distribution systems to cater for economic development and social improvement. 
However, although over 3000 studies are primarily concerned with the relationship 
between leaders and their subordinates (Bass, 1990), many did not draw an emphasis 
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on the FXOWXUDO LQIOXHQFHRQOHDGHUV¶EHKDYLRUV$VWKHFXOWXUDOV\VWHP LV LQIOXHQWLDO LQ
all aspects of Chinese society, effective leadership study can be based on the 
consideration of the actual cultural dimensions. 
Guanxi, the traditional Confucian doctrines, plays a significant role in developing 
Chinese modem leadership abilities. Chang and Holt (1996) indicate that Guanxi is not 
only one of the most important cultural dimensions, which affects leader-subordinates 
relationships, but is also a distinct leadership behavior that Chinese managers use in the 
daily interaction with their staff. Therefore, the strong tendency to weave Guanxi 
networks has made Chinese leadership unique. In this study, the researcher attempt to 
investigate the historical and cultural origin of Guanxi and its influence on Chinese 
leadership style. 
Paternalistic leadership as a kind of father-like leadership style which combines strong 
authority with fatherly benevolence, and moral integrity, are deeply influenced by 
Confucian culture and GLUHFW&KLQHVHPDQDJHUV¶EHKDYLRUVLQSXEOLFRUJDQL]DWLRQVWRD
great extent (Westwood and Chan, 1992). Therefore, the ultimate aim of my study is to 
explore how Confucianism affects paternalism and how this paternalistic leadership 
influenced manager-subordinate relationships in Chinese public organizations. 
In addition, learning from Western literatures which draw attention to the influence of 
KHURLFOHDGHUVKLSRQWKHOHDGHUV¶EHKDYLRUVWKHUHVHDUFKDVVXPHWKDWLQ&KLQHVHSXEOLF
organizations, heroic managers have a great impact on the decision-making and 
organizational operation. As a result, the aim of this study is to demonstrate what 
characteristics heroic managers possess and how heroic managers work with their 
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subordinates in daily work routines. 
 
Dissertation Outline 
This dissertation, which concentrates on the leadership style in Chinese public sectors, 
is composed of five chapters. It begins with the purpose of this study and the 
importance of conducting this study. In Chapter Two, a critical review of both Chinese 
and Western literature on culture study and leadership styles will be made. The chapter 
will present certain western studies which are found in or have influence on Chinese 
leadership styles. The emphasis of this study will be drawn on investigating the 
dynamic effects of Confucianism on leadership style and searching for Guanxi 
orientation, paternalism, and heroism as perceived in Chinese managers in public 
organizations. In the third chapter, the research design of the study will be introduced to 
address the research question generated based on the objective of this paper, and the 
selection of research methodology will be discussed with theoretical justifications. 
Chapter four will illustrate the research findings with detailed analysis based on three 
themes. Ultimately, the concluding chapter will highlight both the implications and 
limitations of this study, and also the directions for future studies.  
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Chapter Two: Literature Review 
 
The Conceptualization of Leadership 
 
Leadership has stimulated thousands of research studies for social scientists for over 60 
years (Yukl, 2006). More than four hundred definitions have been proposed to explain 
the dimensions of leadership (Crainer, 1995; Fleishman et al., 1991), yet Crainer (1995) 
claims WKDW µLW LV D YHULWDEOH PLQHILHOG RI PLVXQGHUVWDQGLQJ DQG GLIIHUHQFH WKURXJK
ZKLFKWKHRULVWVDQGSUDFWLWLRQHUVPXVWWUHDGZDULO\¶S/HDGHUVKLSLVWKHUHIRUHQRW
an easy concept to define. Whilst one definition of leadership, directly related to our 
discussion, is the system proposed by Stogdill (1950), whose work had a profound 
impact on one of stages of research to be encountered below: 
Leadership may be considered as the process (act) of influencing the activities 
of an organized group in its efforts toward goal setting and goal achievement (p. 
3). 
Three aspects can be emphasized in this definition: influence, group and goal. First, 
leaders have an influence on inducing others to behave in certain ways. Second, the 
influence process occurs conceptually within a group context. Collinson (2009) argues 
RWKHUPHPEHUVDUHQDWXUDOO\VHHQDVWKHµOHDGHU¶VIROORZHUV¶+HKRZHYHUVWUHVVHVWKDW
leadership would lose it attraction and influence if there was no interaction between 
leaders and followers. Additionally, the influence process diffused by leaders does not 
occur in a certain person, but occurs among the followers (Parry and Bryman, 2006). 
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Third, Mullins (2008) emphasizes that a leader diffuses his/her influence to group 
members towards the achievement of goals with which the group is confronted. 
Furthermore, leaders are required to process capabilities on creating motivation, 
stimulating innovation and maintaining a heightened sense on crises (Drazin et al., 
1999; Howell and Boies, 2004; Knippenberg & DeCremer, 2008).  
 
Defining Leadership Style 
The emphasis on the behavior of the leader has drawn an attention to the importance of 
leadership style (Northouse, 2007). Blanchard and Hodges (2003) claim that leadership 
style centers on what leaders do and how they behave. Northouse (2007) further 
stresses that two behaviors need to be addressed in the leadership style studied: task 
behaviors and relationship behaviors. He emphasizes that task behaviors are related 
with goal achievement: how a leader influences the performance of subordinates to 
accomplish the group goals; relationship behaviors refer to the working atmosphere 
within the group: how a leader creates a harmony, cohesive and motivated situation for 
subordinates. Therefore, the study of leadership style aims to provide an integrated 
methodology which is combined with two behaviors to achieve the group objectives. 
 
Guanxi -- Chinese-Style Relationships  
 
Liang Shuming (1974), as a famous Chinese socialist, claims that, dominated by 
Confucianism over two thousand years, Chinese society is neither individual-based nor 
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society-based, but typically relation-based. King (1985) emphasizes in a relation-based 
society, the focus is not placed on any particular individual, but on the particular 
relationships between individuals. Therefore, Guanxi, loosely translated as 
µUHODWLRQVKLSV¶RUµFRQQHFWLRQV¶KDVVWURQJLPSOLFDWLRQVIRUWKHDFFRPSOLVKPHQWRIDQ\
task within both personal and organizational interactions in Chinese society (Gold, 
Guthrie and Wank, 2002).  
 
Defining Guanxi 
 
The definition of Guanxi is considerably rich, complex and dynamic (Yang, 1994). 
Chen (1995) argues that Guanxi is a kind of friendship based on a long-term exchange 
of favors. Yeung and Tung (1996), however, indicate that the essential character of 
*XDQ[L LV µZKR \RX NQRZ¶ UDWKHU WKDQ µZKDW \RX NQRZ¶. In addition, it is generally 
assumed in the field of Guanxi that two individuals are bounded by an implicit 
psychological promise on mutual commitment, loyalty, and obligation and strive to 
maintain an informal and long-term relationship based on both indigenous Chinese 
norms and the interpersonal sentiment (Chen and Chen, 2004). 
 
Characteristics of Guanxi 
 
Chinese pay much attention to face (Mianzi). Park and Luo (2001) claim that face as a 
kind of respectability and/or deference claimed from others, is LQIOXHQFHG E\ RQH¶V
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VRFLDOVWDWXVDQGPDWHULDOZHDOWK6DYLQJRQH¶VDQGRWKHUV¶IDFHLVRQHRIFRUHYDOXHVLQ
the Chinese society (Hwang, 1987). As a result, maintaining face plays a significant 
role on the cultivation of Guanxi and Guanxi network. Further, another Chinese 
sociality is known as Renqing, integrally linked to Guanxi. Renqing was defined as an 
informal social obligation generated from the interaction of two people, which is 
normally based on a favor gained. Therefore, bound by Mianzi philosophy, Renqing 
obligation and Chinese Confucian culture, particular the heritage philosophy, Guanxi in 
Chinese society presents certain distinctive characteristics, as follows.  
First, Yang (1994) identified that Guanxi takes place in concentric circles: the 
immediate family is at the core; meanwhile, based on the distance of the relationship 
and the degree of trust, distant relatives, classmates, friends, and acquaintances are at 
the periphery. The preordained relationship between family members which is required 
for the fixed responsibilities, contributes to the suppression of individual desires and 
behavioral expectations. King (1991), however, emphasizes that, without the restraint 
of the preordained relationship, an external Guanxi network allows considerable 
IUHHGRPWRFXOWLYDWHRQH¶VYROXQWDULO\FRQVWUXFWHGUHODWLRQV 
Second, Guanxi is network-specific and an exclusive manner. Compared with the 
Westerners, Triandis (1989) argues that Chinese much prefer to categorize people into 
different levels within different groups and adopt different strategies towards these 
groups, namely ingroup-outgroup strategies. Hui and Graen (1997) claim that Guanxi 
binds people together and defines who are in-group and who are out-group. They 
emphasize that in-group members are protected and benefited in contrast with 
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out-group members who are always eliminated or rejected. To transit an outsider to an 
insider successfully as well as maintain a solid, reliable and trustworthy relationship 
within group members, a long-term Guanxi strategy should be adopted and cultivated 
(Haley, Tan and Haley, 1998). 
Third, Guanxi is based on the notion of reciprocal obligation and indebtedness. Yang 
FODLPV³2QFHJXDQ[LLVUHFRJQL]HGEHWZHHQWZRSHRSOHHDFKFDQDVNDIDYRURI
the other with the expectation that the debt incurred will be repaid sometime in the 
IXWXUH´S7KHUHIRUHWKHV\VWHPRI*XDQ[LLVEXLOWRQJLIWVDQGIDYRUHFRQRP\ZLWK
specific rites and rules, especially the principle of reciprocal obligation and 
indebtedness. Luo (2007) argues that the value of exchange favor is not necessarily 
equivalent and Guanxi network is often implicit, without time specifications. 
Additionally, Alston (1989) claims that the reluctance to comply with the reciprocity 
easily leads to losing RQH¶VIDFHDQGUHSXWDWLRQ  
Forth, Guanxi is Ganqing (sentiment)-oriented. Although the aim of Guanxi is the 
achievement of certain instrumental purposes, the cultivation of true Guanxi as a 
critical component, generates profound impacts on Chinese social relationships. 
$FFRUGLQJWR)ULHG¶VIDPRXVHWKQRJUDSKLFVWXG\LQD&KLQHVHYLOODJHKHDUJXHV
WKDW*DQTLQJLV³WKHTXDOLW\RIWKHUHODWLRQVKLS´EHWZHHQWZRSDUWLHVZKLFKYDULHV³LQ
ZDUPWK DQG LQWHQVLW\´ S  6PDUW  HPSKDVL]HV *DQTLQJ KDV played a 
significant role on the creating and maintaining a trust and sharing in the interpersonal 
relationship. In addition, Kipnis (1997) defines that the totality of Guanxi is sentiment 
and instrumentality. However, Gold, Guthrie and Wank (2002) state that, it easily leads 
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to a euphemistic gloss for corruption and under-desk dealing.  
 
Guanxi and leadership 
 
Leadership as an organizational driving force and a performing art requires constructive 
impacts exerted by potent leaders, as well as collective supports from followers to meet 
the numerous challenges of organizational operation (Tjosvold and Leung, 2004). As to 
leadership involving interdependence and occurring in coordination with followers, 
Tjosvold and Wong (2004) claims that one of the most enduring competitive 
advantages for the effective leadership, is the capability on quality relationships 
building and cultivating. As a result, Guanxi, the traditional value of relationships, is 
playing a significant role on developing Chinese modem leadership abilities. 
Relationship as a Structural Component for Leadership  
A recent study conducted by Wang and Chen (2002) which was central on leadership 
competency for assessment and selection, was carried out among 568 managers from 
different organizations in China. A five-factor leadership competency model was built 
up, including moral quality, personality, motivation, managerial skills, and managerial 
performance. Wang and Chen (2002) indicate that relationship-based constructs as an 
implicit mental competency have a strong influence on the leadership competency 
modeling process and direct the general mental model of assessment.  
Relationship Competence and Guanxi Orientation  
In the modern Chinese leadership studies, particularly on the leader-member 
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relationship, six Guanxi foundations were identified (Tsui, Farth and Xin, 2000): 
³EHLQJ UHODWHG WR HDFK RWKHU EHORQJLQJ WR WKH VDPH SROLWLFDO SDUW\ EHLQJ IRUPHU
colleagues, being former classmates, being former neighbors and being from the same 
SODFH´  
FurtheUPRUH EDVHG RQ 7VXL )DUWK DQG ;LQV¶ UHVHDUFK WKHUH DUH IRXU GLPHQVLRQV RI
Guanxi orientation demonstrated by Wang and Schneider (2003): 
y Task accomplishment: referring to a typical approach on problems solving through 
different kinds of networks and social connections;  
y Harmony maintenance: focusing on avoiding conflict during interpersonal interactions;  
y Social support: centering on a relationship in obtaining sentimental or task support 
from others; and 
y Information channel: concerning with the image maintaining through various types of 
information channels.  
In this regard, the strong tendency on weaving Guanxi networks has made Chinese 
leadership unique.   
 
Paternalistic Leadership 
 
In addition to sealing the significance of Guanxi throughout organizations, there has a 
special type of relationship between leaders and followers in Chinese society, that is, an 
RUJDQL]DWLRQ DV D µIDPLO\¶ ZKLFK LV PDQDJHG E\ WKH µIDWKHU¶ )DUK DQG &KHQJ 2000; 
Farh et al., 2006; Redding, 1999). Because of the leading position of the father in a 
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IDPLO\ PDQDJHUV DUH SURSRVHG WR EH WKH ³KHDG RI KRXVHKROG´ LQ RUJDQL]DWLRQV
(Westwood, 1997). Supported by the Chinese values of collectivism, harmony and 
social order, paternalistic leadership is culturally determined (Learmonth, 1999).  
 
Elements of Paternalistic Leadership 
 
Farh and Cheng (2000) identified three distinct elements of paternalistic leadership: 
authoritarian leadership, benevolent leadership and moral leadership. Authoritarian 
OHDGHUVKLS UHIHUV WR D OHDGHU¶V SHUVRQDO DXWKRULW\ DQG GRPLQDQFH RYHU IROORZHUV
%HQHYROHQW OHDGHUVKLS VWUHVVHV D OHDGHU¶V SHUVRQDO IDYRUV DQG JHQHURVLW\ WRZDUGV
followers. It is hard to define moral leadership, a broad explanation portrayed by Farh 
DQG&KHQJ  LV ³VXSHULRUSHUVRQDOYLUWXHVRUTXDOLWLHV WKDWSURYLGH OHJLWLPDF\DV
ZHOO DV DURXVH LGHQWLILFDWLRQ DQG UHTXHVW IURP VXERUGLQDWHV IRU WKH OHDGHU´ S 
Tjosvold and Wong (2004), therefore, define that, paternalistic leadership is a style that 
³FRPELQHV VWURQJ GLVFLSOLQH DQG DXWKRULW\ ZLWK IDWKHUO\ EHQHYROHQFH DQG PRUDO
LQWHJULW\FRXFKHGLQDSHUVRQDOLVWLFDWPRVSKHUH´S   
In paternalistic organizations, leaders generally present distinctive behaviors: 
explaining and teaching employees, maintaining certain social distance from them, 
strengthening their authority by their positions and personalities, expecting employee 
obedience, and minimizing conflict among them (Farh et al., 2006).  
Unlike determined in the West, however, Chinese paternalistic leadership is not simply 
arbitrary. Based on the Guanxi and collectivist values, the notion of benevolence is a 
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strong influence on the Chinese paternalistic leadership. Tjosvold and Wong (2004) 
emphasize that Chinese leaders pay much attention to implicit sentimental behaviors 
towards their subordinates: developing personal relationships with them, protecting 
their subordinates against external pressures, understanding and providing their needs 
(and sometimes even theiU IDPLOLHV¶ QHHGV SHUIRUPLQJ D PRUDO REOLJDWLRQ IRU
VXERUGLQDWHV¶ZHOOEHLQJ&KLQHVHVXERUGLQDWHVGHHPDOHDGHUZKRSUHVHQWVDWUDGLWLRQDO
characteristic of leadership is supportive and effective (Tjosvold, Wong and Liu, 2002).  
Compared with the Western autocratic leadership in the emphasis on discussion 
between leaders and subordinates, the Chinese paternalistic leader encourages ideas 
sharing and discussing. Because the care and consideration towards subordinates is a 
critical criterion of qualified leaders, leaders are required to listen to subordinate ideas 
and concerns (Tjosvold and Leung, 2004). Despite the difficulty of public debate, the 
application of private discussions perform numerous advantages on showing concern 
and caring, dealing with issues, and maintaining relationships and harmony (Farh and 
Cheng, 2000). 
The issue of orientation toward power is also different between paternalistic leadership 
DQG :HVWHUQ DXWRFUDF\ 7MRVYROG DQG /HXQJ  FODLP WKDW ³LQ &KLQD SRZHU DQG
authority are associated with a moral obligation to use that capacity to protect and 
IXUWKHUWKHLQWHUHVWVRIWKHOHVVSRZHUIXO´S7KHUHIRUHSDWHUQDOLVWLFOHDGHUVVKRXOG
not view the power as a primary privilege for suppression and domination (Tjosvold 
and Leung, 2004). 
In addition, considering the importance of moral leadership in Chinese organizations, 
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two studies focused on specific leader behaviors and virtues have been illustrated by 
Chinese researchers. 
First, an effective leadership study in Taiwanese military which was conducted by 
Cheng and Zhang (1981) is shown that the moral dimension is an important element of 
leadership. They observed a significant moral concern on Gong-Si-Fen-Ming, referring 
to a strict separation between public interests and personal interests. The 
Gong-Si-Fen-0LQJIDFWRULVDSSOLHGWRH[DPOHDGHUV¶EHKDYLRUVRQWDNLQJDGYDQWDJHRI
their positions and power for personal gains (Farh et al., 2006).   
Based on the Performance-Maintenance Model discovered by a Japanese scholar 
Misumi (1985), Chinese researchers (e.g. Ling, Chen and Wang, 1987; Xu, 1989; Wang, 
2002) devised a third dimension on the leadership, the moral factor, have delivered 
great effects on the leadership effectiveness in Mainland China. They state that the 
concept of leadHU¶V PRUDO FKDUDFWHU LV SULPDULO\ UHODWHG WR DQ DEVHQFH RI VHOILVK
EHKDYLRUVQDPHO\DEXVLQJRQH¶VDXWKRULW\WRSXUVXHSHUVRQDOGHVLUHV  
 
Cultural Roots of Chinese Leadership Style 
 
Confucianism 
Confucianism as the main foundation of traditional thought is deeply rooted in Chinese 
society, composed of the speeches of Confucius and writings of his disciples and 
nurtured by Confucians rather than a new religion created, or a new value system 
initiated, by Confucius himself alone (Yao, 2000). Confucianism places great emphasis 
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on the behavioral or moral regulations that are mainly related with human relationships, 
social structures, virtuous behavior and work ethics. In Confucianism, rules are 
specified for the social behavior of every individual, governing the entire range of 
interpersonal relations within the society (Tung and Yeung, 1998). The core virtues of 
Confucius basic teaching can be extracted as Ren (Humanity), Yi (Righteousness), Li 
(Propriety), Zhi (Wisdom) and Xin (Faithfulness). 
According to the tenets of Confucianism, each person occupies certain roles in a 
hierarchical ordering society, follows certain rules and fulfills certain commensurate 
duties and obligations (Littrell, 2002). He, therefore, devised Five Cardinal 
Relationships (Wu Lun) in which most people are involved, meanwhile he also set up 
the principles for each relation. These can be illustrated as follows: 
Basic Human Relations Principles 
y Sovereign and subject  y Loyalty and duty 
y Father and son y Love and obedience 
y Elder and younger brothers y Seniority and modeling subject 
y Husband and wife y Obligation and submission 
y Friend and friend y Trust 
Source: Fan, 2000 
All of these five, except the last, involve the authority of one person over another. 
Superiors have power and the right to rule their subordinates. Each person has to defer 
DQGUHVSHFWWRKLVKHUµVXSHULRUV¶7KH µVXSHULRU¶KRZHYHURZHVORYLQJUHVSRQVLELOLW\
to the subordinates. These status differences are regarded to generate optimal benefits 
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for both parties, and the principles are accepted to maintain at all levels of the hierarchy 
as well as to achieve a harmonious society (Fan, 2000). Among these five basic 
relationships, three pertain to the family which leads to a strong emphasis on the 
family-orientation in the Chinese society. Therefore, the adoption of such characteristic 
for organizational operations leads to a paternalistic management style in Chinese 
society (Hsiao, et al., 1990). In addition, since Confucianism is regarded as the official 
philosophy of China for more than two thousand years (Fan, 2000), and Hall (1976) 
defined the Chinese culture is a high context culture, Five Cardinal Relations have been 
propagandized for centuries to explain in terms of harmony, hierarchy, and 
development of morality and kinship (Shenkar and Ronen, 1987). 
 
Confucian Heritage of Guanxi 
 
Many Chinese researchers claim that different Chinese societies have different 
understandings on the term of Guanxi, even in a single Chinese society, the 
connotations of Guanxi vary greatly (Gold, Guthrie and Wank, 2002; Tung and Yeung, 
1998; Yao, 2000). On the other hand, Lau (1983) indicates that the fundamental 
meanings of Guanxi can still trace back in the Analects of Confucius. 
King (1991), as the first scholar, introduces a theoretical approach to investigate 
Confucianism for the historical and cultural roots of Guanxi. He advocates the word 
µ/XQ¶ instead of Guanxi, as Lun encompasses the most essential dimensions of the 
ancient Chinese social, political and moral philosophy. In order to understanding the 
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historical backgrounds of Guanxi in depth, the explanation of Lun need to be 
emphasized.  
First, Lun attaches paramount importance to human relationships. 
Confucius portrayed the philosophy of Five Cardinal Relations to achieve harmony, 
integration, and development within a state. People determined this philosophy deem 
themselves interdependent with the social context and pay much attention on keeping 
contact with others (Luo, 1997). Although the Confucian framework of relationship 
developed, modern Chinese societies still remain Guanxi-oriented (Redding and Wong, 
1986). 
Second, Lun stresses social order. 
In the tenets of Confucianism, a hierarchical ordering of social relationships requires 
everyone understand his/her own position with his/her commensurate rights and 
obligations (Tung and Yeung, 1998). 
Third, Lun refers to moral principles in regard to interactive behaviors of related 
parties. 
Confucianism concentrates on self-cultivation and sociopolitical harmony. Taking the 
Confucian sociopolitical norms for the ruler as an example, Confucius claims a 
competent ruler is an ethical leader who contains virtuous characters and attitudes. 
However, since the relationships are highly differentiated, Confucian did not provide a 
universally agreed-upon standard of moral principle to all human relationships.  
The concept of Guanxi is embedded within the Confucius philosophy and it subtly 
defines the Chinese moral code and perpetuates its influence in Modern China (King, 
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1993). Lun in Confucius philosophy is actually a concise description of Guanxi. As a 
social hierarchical theory, Lun has prompted almost all Chinese rulers to adopt 
Confucianism as a strategic tool to achieve social stability in the Chinese society (Man 
and Cheng, 1996). 
 
Confucianism and Paternalistic Leadership 
 
Confucianism and Authoritarian leadership 
Under the influence of Five Cardinal Relationships, the family as the fundamental 
building block of Confucian society has been for three thousand years. China¶s 
patriarchal tradition constructs a vertical tie between father and son which is considered 
primary and supersedes all other social relations, including the husband-wife 
relationship (Farh et al., 2006). Chu (1961) claims that the father has an absolute 
authority over sons and other family members, and his authority is supported by law. 
The concept of Xiao which refers to deference to the will of the father is the essential 
norm of this relationship (Farh and Cheng, 2000). In Confucian society, people believe 
parents are the unique media to communicate with the Heaven. They must accept Xiao 
as the paramount religious obligation. Therefore, Farh and Cheng (2000) state Xiao is 
not just ³a defining virtue for a perfect man, but the glue that holds the patrilineal 
family together and the cornerstone of an orderly Confucian society´ (p.101). 
During the competition with other schools (e.g. Legalism, Taoism and Monism) to win 
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the support of imperial rulers, Confucianism experienced a subtle transformation (Yu, 
1976). The original principle of Five Cardinal Relationships which is mutual developed 
into a relentless rule focused on the duties and obligations of inferiors. The principle of 
Three Bonds (Sang-Gang) may serve as the best demonstration. It was proposed by 
Dong Zhongshu (179-104BC), a prime minister of Emperor Wu, and prescribed the 
emperor as the ruler of the minister, the father as the ruler of the son, and the husband 
as the ruler of the wife. Simth (1994), therefore, indicates that the authority with 
Confucian characters was stipulated by the non-mutual obligations owed by inferiors to 
superiors.  
 
Confucianism and Benevolent leadership 
The initial Five Cardinal Relationships is based on the notion of reciprocal duty and 
obligation. The nature of reciprocity is described by the Li Ji (The Book of Rites): 
Being a human being, ten things are considered to be right. The father need to be 
kindness, and the son need to be Xiao (filial piety); the elder brother need to be 
gentleness, and the younger need to be obedience; the husband need to be righteousness, 
and the wife need to be submission; the elder need to be kindness, and the junior need 
to be deference; the rule need to be benevolence, and the minister need to be loyalty. 
Therefore, it is clear that superiors should treat inferiors with kindness, gentleness, 
righteousness and benevolence; on the other hand, inferiors should respect their 
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superiors by filial duty, obedience, submission, deference and loyalty (Farh et al., 2006). 
These principles are the cultural foundation of the Chinese benevolent leadership. 
However, the notion of Three Bonds has defined a non- reciprocal relationship between 
the superior and the inferior. Therefore, even when the superior places less emphasis on 
his role requirement, the inferior still has to fulfill his obligation. Moreover, Farh and 
Cheng (2000) emphasize that the non-mutual obligation leads to an authoritarian 
benevolence, that is, it is not necessary for a leader to offer his benevolence with the 
responsiveness to the psychological needs of subordinates. 
 
Confucianism and Moral leadership 
Yan (2000) states the Confucian society is built on the cultivation of individual virtues. 
Confucius emphasized on adopting moral principles, moral examples and moral 
persuasion to govern a state, instead of laws and punishments, which have effects on 
behaviors only, not on inner thoughts. 
According to the Confucius believes, a leader should process superior virtues, 
demonstrate distinguished morality as an example, and perform his role with 
appropriate behaviours. In Confucianism, people believe the emperor is the Son of 
Heaven. If he depended on his superior morality to rule the country, he was thought to 
enjoy absolute powers from the Heaven. Under the emperor, moral rectitude is the 
primary criterion to be an imperial official (Farh et al., 2006). From Sui dynasty (589 
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AD), rulers established an official examination system (Ke-Ju-Kao-Shi) to test 
candidates¶ moral worth and select their officials. Exam questions were largely based 
on the Confucian ethics which required officials to obey seriously.  For instance, Qing 
dynasty (1644-1911 AD) stipulated that an official had to leave his position up to three 
years to mourn the death of his parents (Smith, 1994).  
Moreover, Smith (1994) believes, ³in essence, the legal system in Confucian society 
was an instrument of state power and control, not a source of individual autonomy´ (p. 
34). Therefore, the lack of institutional protection for citizens provides a strong 
emphasis on the moral character of the officials.  
To sum up, the significance of moral leadership has been deeply influenced by the 
Confucian philosophy of governance. As to the weak legal mechanism and the rule of 
man in traditional China, moral leadership thus takes on added importance in 
contemporary Chinese society. 
 
Relations with leadership styles in the western literature 
Researchers have adopted numerous popular models developed in the West to 
understand similarities and differences with leadership in Chinese organizations (e.g., 
Farh and Cheng 2000; Farh et al., 2006; Redding and Wong, 1986). This section briefly 
reviews these approaches applied in China. 
Increasing number of Western researchers have drawn a great emphasis on the 
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relationships between leaders and subordinates (Gersick, Bartunek, and Dutton, 2000). 
Based on an impressive empirical study on the nature of work relationships, Graen and 
Uhl-Bien (1995) identify that the relationship between leaders and followers has a 
crucial impact on leader effectiveness. The transformational leadership study also 
draws attention to cultivating effective relationships with subordinates (Bass, 1990). 
Yukl (2006) claims that open, mutually supportive relationships help subordinates feel 
committed and motivated for the good of their organization and fundamentally 
stimulate an effective leadership.  
Moreover, Yukl (2006) argues that consideration in the Western literature refers to 
certain supportive behaviors acted by leaders towards their subordinates, such as 
showing concern for them, accepting their constructive ideas, and looking out for their 
welfare. There are apparent similarities between consideration and benevolence. 
Tjosvold and Wong (2004) note that the notion of individualized consideration devised 
by Bass (1985, 1996) in his transformational leadership research is even more similar 
to benevolence.  
Additionally, although autocratic leadership has faded its attraction in modern Western 
organizations, authoritarian leadership presents certain characters which are similar to 
Western concepts of autocratic leadership, initiating structure and high performance 
expectation (Farh et al., 2006).  
Beyond benevolence and authoritarian, increasing focuses have drawn on the moral 
leadership study in the West. Burn (1978) claims that it is generally assumed 
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transforming leaders inspire their subordinates¶ working stimulation as well as 
accountability towards organizations by demonstrating moral values such as justice, 
equality, peace and humanitarianism. Bass (1985) describes that integrity and 
trustworthiness are fundamental characters of charismatic leadership. In addition, role 
modeling as one of five primary mechanisms in cultural leadership discovered by 
Schein (1992), concentrates on the leader¶s own actions to communicate values and 
expectations with subordinates. To larger extent, the leader¶s actions need to show 
loyalty, self-sacrifice and service beyond their duties. 
In addition, it is generally assumed in the field of heroic leadership that heroic leaders 
have charisma and can compel others to follow their task (Burn, 1978). Renshon (2002) 
indicates that heroic leadership is usually with impactful outcomes, good or tragic; it 
concentrates on self-aggrandizement, the rule of man, and a clear hierarchy between the 
leader and the followers. However,  based on the interviews of 17 chief executives of 
NHS in UK, Mark Learmonth (2001) believes that, although there are numerous 
criticisms on heroic leadership existing in the NHS, a large number of managers still 
depend on portraying µheroic stories¶ to establishing personality and authority, 
managing their organizations, and solving problems successfully. Bellavita (1991) 
indicates heroic managers have a competence on interpreting the happening events to 
them in public organizations. Moreover, a similar argument by Bowles (1997) is that 
managers adopt the idea of heroism to create new directions on crucial issues and to 
evoke courage on organizational changes.  
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Chapter Three: Methodology 
 
Introduction 
Among a considerable amount of research methods on organization studies, this study 
concentrates on a framework within the qualitative research paradigm. The study 
adopts an interpretive research and involves a data collection approach of participant 
interviews. The purpose of this chapter is to introduce the methodology of the present 
research as well as to examine appropriateness and effectiveness of qualitative research 
in organization studies. Therefore, the sampling methods, the source and collection of 
data, the interview designs and the relevant research considerations will be emphasized. 
In addition, to seek the satisfied study results by applying appropriate research methods, 
research questions will also be reiterated. 
 
Research Questions 
The primary task of qualitative study is to describe, explore, and explain a specific 
context or setting being studied (Marshall and Rossman, 1995). Qualitative research 
questions, therefore, often begin with what, how and why, and are more focus on the 
process rather than the outcome. In order to investigate how Chinese culture, 
specifically Confucianism have shaped Chinese leadership style, as well as how 
Western theories have exerted a profound influence on Chinese leadership in modern 
Chinese society, the research questions of this study go as follows: 
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1. What are the specific characteristics of Chinese leadership style in Public Sector in 
Tianjin? 
2. Given the above, to what extent does Chinese culture, particularly Guanxi affect and 
shape Chinese leadership style? 
3. In this day and age, how is leadership in China influenced by Western leadership 
models? 
4. What are the implications that Chinese leadership styles present for the future practice? 
As a result, to identify the specific Chinese leadership style in Public Sector, these 
questions were adopted in the research methodology. 
 
Research Design 
 
Epistemological considerations--Interpretism 
The doctrine of epistemology centers on the study of social reality according to the 
application of the natural sciences (Bryman, 2004). Gephart (2004) claims that there 
are generally three research traditions--Positivism and Postpositivism, Interpretive 
Research, and Critical Postmodernism--which influence and shape the nature and 
conduct of contemporary social research. This study applies an interpretive research to 
H[SORUH&KLQHVHPDQDJHU¶VOHDGHUVKLSVW\OHLQ3XEOLF6HFWRU 
4XDOLWDWLYHUHVHDUFKLVFRQVLGHUHGDV³DGRSWLQJHSLVWHPRORJLFDOSHUVSHFWLYHVDQGVWULYHV
to maintain the promise of new sight by adopting critical stance accepted practice and 
DSSURDFKLQJUHVHDUFKWRSLFVZLWKGLIIHUHQWREMHFWLYHV´&DVVHOODQG6\PRQS
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Interpretive approach is a more specific issue. When a researcher adopts an interpretive 
study, he/she provides an interpretation by his/her own subjective experiences. In the 
epistemological considerations, interpretivists assert that their goals, culture and 
experience contribute to the way of representing their perceptions of the world around 
them (Creswell, 2003; Weber, 2004). Basing on social constructions such as language, 
consciousness, and shared meanings, the foundation interpretation for interpretive 
studies is gained, or at least filtered. In addition, interpretivists conceive that there is 
interdependent between the researcher and the researched which influences each other 
through their interactions (Gephart, 2004; Weber, 2004). Walsham (1995) claims that 
interpretive research seeks to understand phenomena through the meanings that people 
assign to them. It does not predefine dependent and independent variables. Nor does it 
attempt to test hypotheses, but rather aims to provide an understanding of the social 
context of the phenomenon and the process whereby the phenomenon influences and is 
influenced by the social context. 
 
Qualitative Study 
Qualitative researchers collect data from empirical observations, attempting to make 
sense, or interpret phenomena towards more general understandings regarding theory or 
methodology (Alasuutari, 2004; Denzin and Lincoln, 1998). For example, researchers 
strive to H[SODLQ SDUWLFLSDQWV¶ SHUFHSWLRQ RI DQ organization XQGHUVWDQG SDUWLFLSDQWV¶
understanding of various phenomena, reveal their experiences, and extrapolate their 
results to other similar situations and contexts (Hoepfl, 1997). Cassel and Symon (2004) 
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claim WKDW WKH PRVW FKDUDFWHULVWLF IHDWXUH RI TXDOLWDWLYH UHVHDUFK LV ³D IRFXV RQ
interpretation rather than quantification, an emphasis on subjectivity rather than 
REMHFWLYLW\´S 
A quantitative research method is a classic instance on gathering and representing 
assumptions with statistical variables and factors. Esterberg (2002), however, 
emphasized that the quantitative research was lack of comprehensive understanding of 
human phenomena through utilizing numbers.  
Although the qualitative study is complex, time-intensive, and methodological 
challenges existed, it always illuminate complex social world in radically new ways 
(Conger, 1998). Mason (1996) claims qualitative research has a number of specific 
features that can be summarized as follows. Firstly, its philosophical underpinning is 
largely interpretivist which means that qualitative inquiry seeks to clarify how 
participants understand and interpret various social phenomena and eventually produce 
new social reality and different aspects thereof. Secondly, methods of data collection 
used in the qualitative research are characterized by greater flexibility and sensitivity 
than rigidly standardized and structured quantitative methods. And finally, qualitative 
research involves methods of analysis that facilitate understanding of details, contexts, 
and complexity.  
These specific characteristics of qualitative research enable the researcher to use 
qualitative data as a good basis in building a strong foundation to evaluate the 
interaction between managers and their subordinates in Public Sector in China. 
Therefore, the qualitative methodology would elaborate the validity and reliability of 
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WKLVGLVVHUWDWLRQVLQFHLWGHYHORSVSDUWLFLSDQWV¶FRQFHSWVRI&KLQHVHOHDGHUVKLSLQWHUSUHW
the cultural effects on Chinese leadership style and generate complex issues for further 
discussion.   
 
Qualitative Leadership Studies 
Conger (1998) indicated that, regarding to the complexity and complication of 
leadership phenomena, qualitative research methods play an important role on the 
investigation of leadership at different stages. Leithwood (2005) further addresses that 
WKH FRQVLGHUDEOH FRQWULEXWLRQ RI TXDOLWDWLYH UHVHDUFKHV DUH ³JUHDWHU VHQVLWLYLW\ WR
variations in both organizational context and leadership styles; often a longitudinal 
perspective on leadership; and a greater focus on the role of leadership in bringing 
DERXWRUJDQL]DWLRQDOFKDQJH´S  
Moreover, the limitation of quantitative analysis in the leadership research has been 
proofed by many scholars. For instance, according to Phillips (1973) argument, 
quantitative researches are generally related with the social willingness of respondents 
and only have impacts on behavior attitudes rather than actual observed behavior. 
Moreover, Lantis (1987) claims that an interaction is one of the most critical 
dimensions in the leadership study, yet quantitative analysis less concentrates on the 
cultivation of this principle element.  
On the other hand, Conger (1998) argues that the appropriate application of qualitative 
methods may generate profound impacts on leadership researches:  
y More space to investigate leadership in depth (Bryman, 1992); 
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y More flexibility on the predictability of unexpected dimensions during the research; 
y More attention to the researched context; 
y More opportunities to explore symbolic phenomena (Morgan and Smircich, 1980).  
According to arguments above, the study applies a qualitative research method, 
attempting to derive the advantages of qualitative research in investigating Chinese 
leadership style in Public Sectors. 
 
Interviews 
 
Interviews as a Qualitative Method 
An interview as a type of qualitative research strategy is very frequently utilized in 
organizational studies. The main reason for its popularity is that it enable the researcher 
to reveal in-depth understanding of the topic on the one hand, and allows for certain 
transferability and generalisability of study results to different settings and contexts on 
the other hand (Bryman, 2004). Kvale and Birnkmann (2009) emphasize a qualitative 
research interview as a professional conversation focusing on an alternation, which 
occurs on the personal interaction between the interviewer and the interviewee around a 
particular issue or range of topics and on the descriptive data conducted through that 
interaction.  
 
Unstructured Interviews 
In this study, unstructured interviews as important parts of qualitative research were 
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applied as research tools (Cassell and Symon, 2004).  
Unstructured interviews mainly center on the interviewHH¶VWKRXJKWV7KH LQWHUYLHZHU
by introducing a theme or topic, let the interviewee develop his or her ideas and pursue 
his or her train of thought. Banister and Booth (2005) emphasize that this results in 
them raising issues that the researcher may not have thought about as important for the 
study. 
Unstructured interviews allow an interviewer to apply prompts, and follow-up 
questions to encourage interviewees to release their thoughts in depth. During 
interactions with the interviewer, they can clarify or expand on their answers via facial 
expression and body language. In unstructured interviews, the interviewer can innovate 
and provide a direction for the interview (King, 2004) and get explanatory answers for 
TXHVWLRQV DERXW SHRSOH¶V FHUWDLQ EHKDYLRU DQG opinions (Banister and Booth, 2005; 
Saunders et al, 2003). In summary, doing unstructured interviews can provide an 
opportunity for the researcher to probe new clues deeply, uncover new dimensions of a 
problem and to secure vivid, accurate, and inclusive information that are based on 
personal experience (Easterby-Smith et al., 2002). 
Probing as one of the most significant techniques is widely applied in unstructured 
interviews. Probing centers on assisting the interviewee in continuing to speak his/her 
mind by the interviewer posing questions fully and relevantly (Cooper and Schinder, 
2000). There are three types of probing techniques, detail-oriented probes, elaboration 
probes, and clarification probes (Patton, 1990). In this study, the researcher employed 
the elaboration probe and encouraged the interviewee to express more feelings by 
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VXSSOHPHQWLQJTXHVWLRQVOLNH³:K\\RXWKLQNVR"´³&RXOG\RXJLYHVRPHH[DPSOHV"´
³&RXOG\RXWHOOPHPRUHDERXWWKLV"´HWF 
Gillham (2005) claims that, as to all conversations having a structure, all interviews 
have a structure in the same way. Therefore, it is necessary for unstructured interviews 
to design basic structures and frameworks. Before conducting the interviews, pertinent 
research questions and research objectives are crucial for the success of the research. 
Boundaries and framework for research questions provide reference for the judgment of 
data to be obtained. Denzin and Lincoln (2000) indicate that, if the interviewer does not 
design any boundary or framework, the discussion is easy to go on different track and 
become too general. Therefore, with boundaries set to the interview, the interviewer can 
not only maintain the exploratory principles through the use of major topic themes 
within the questions but also had sufficient flexibility to extend the boundaries of the 
original theme or to vary the sequence and emphasis of the questions (Corbetta, 
2003;Kvale, 1996; Miller and Brewer, 2003). 
 
Framing the Interview Questions 
Kvale and Brinkmann (2009) argue that the interview questions should be simple and 
brief. The questions should yield the main dimensions of the phenomena researched 
IURPLQWHUYLHZHHV¶LQGLYLGXDOH[SHULHQFHVDQGSUREHWKHDQVZHUVWKDWDUHH[SHFWHGIURP
the research (Denzin and Lincoln, 1998; Easterby-Smith et al., 1991; Kvale and 
%ULQNPDQQ  )XUWKHU WKH LQWHUYLHZHU¶V TXHVWLRQV VKRXOG QRW FRQYH\ WKH
interviewers own presuppositions or biases and neither attempt to bring standardized 
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answers (King, 2004; Saunders et al., 2003; Silverman, 2000). 
The interview questions in this study include a series of opening questions. Silverman 
(2000) claims that opening questions contribute to the interviewer acquiring a reliable 
XQGHUVWDQGLQJ RI LQWHUYLHZHHV¶ H[SHULHQFH $GRSWLQJ RSHQLQJ TXHVWLRQV FDQ FUHDWH a 
talking-freely environment for interviewees and provide opportunities to express their 
understandings on Chinese leadership style and both Chinese and Western cultural 
effects on framing such kind of leadership style.  
 
Sampling 
In contrast to the great extent in the population employed by quantitative research, 
sampling in qualitative study centers on comprehensive explanations of human 
attitudes and behavior. As a result, there is no need that qualitative samples are as large 
as survey samples. Miles and Huberman (1994) emphasize that, with the aim of 
studying in depth, qualitative samples should employed small target population which 
is bound by specific contexts. In this study, therefore, unstructured interviews were 
conducted individually with five senior managers from five organizations of the Public 
Sector in Tianjin, as well as semi-structured interviews were employed seven 
subordinates of these managers. Therefore the sample size of the study is twelve. 
In addition, based on Cooper and Schindler (2000) argument, this study also adopted 
nonprobability sampling, a non-random and subjective sampling method, as it accepted 
the interviewer to select sample targets as she wished or wherever she could find them. 
Cooper and Schindler, moreover, stress that as one kind of nonprobability samplings, 
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judgment sampling is applied to choose sample members to follow to some rules. 
Therefore, with the application of judgment sampling, people who work as managers in 
Public Sector in Tianjin were selected for main target samples, and their subordinates 
for sub-target samples. Since the study is to investigate the general perception of the 
leadership style in Public Sector in Tianjin, the sampling frame of this study is the 
public in general who work in different managerial levels in Public Sector in Tianjin. 
 
Data Collection 
 
Data Collection Procedure 
The primary data for this dissertation were collected from a series of unstructured 
interviews. There were 12 interviews undertaken with interviewees form 5 
organizations in Public Sector in Tianjin. Interviewees ranged from general staff to 
chief executives. The judgment sampling method employed here is similar to one of the 
approaches described by Mason (1996) in that it seeks to provide a detailed view of 
³SDUWLFXODU XQLWV´ QRW ZLWK DQ\ LQWHQW WR DFW LQ D UHSUHVHQWDWLYH ZD\ RI WKH ZLGHU
population but to generate theory that may be applied or evaluated within a broader 
context. 
Five chief executives and senior managers form diIIHUHQWRUJDQL]DWLRQVDUHUHVHDUFKHU¶V
relatives. The close relationship, therefore, contributed to both fulfillment of the 
interviews and the in-depth exploration of the research. In addition, seven subordinates 
work with five managers respectively. SuborGLQDWHV¶ SHUFHSWLRQ RI WKHLU PDQDJHU¶V
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characteristics could enrich the performance of the research. As a result, this elicited 12 
interviews that formed the database of this study. The five organizations or which the 
12 interviewees worked cover the following five sectors: 
y Economy and Trade Commission 
y Justice Bureau 
y Department of Cultural Affairs 
y Urban Planning Bureau 
y Public Primary School 
Interviews took place in June and July 2010. Among the 12 interviews, five with chief 
executives and senior managers wHUH FRQGXFWHG LQ WKHLU KRXVHV RU WKH UHVHDUFKHU¶V
house, and each interview lasted 40 minutes around. The Other 7 were taped in the 
LQWHUYLHZHHV¶ RIILFHV ODVWLQJ -30 minutes respectively. Moreover, interviews were 
FRQGXFWHGLQWKHLQWHUYLHZHH¶VQDWLYHOanguage (Chinese) so that the subject was able to 
express their ideas fully. 
All the interviews were undertaken in a private and quiet environment with only the 
interviewer and interviewee present. All interviewees were made fully aware of the 
details of the study. The schedules were directly and respectively sent to all participants 
DKHDGRIWKHLQWHUYLHZVVRDVWRFRQILUPWKHUHVHDUFKHU¶V LQWHQWWRUHFRUGWKHLQWHUYLHZ
via audiotape and to introduce the arrangements related to confidentiality. All 
participants consented to the using of the tape recorder during the interviews. 
The pre-interview communication proved critical. First, it provided enough time for 
interviewees to understand the purpose and questions of the interview. Second, it had 
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an essential LPSDFW RQ UHTXHVWLQJ µLQIRUPHG FRQVHQWV¶ .YDOH DQG %LUQNPDQQ 
from the interviewees, guaranteeing them of safety, showing respect to their dignity, 
rights, and well-being. Malhotra (2004) indicates that such ethical issues need to be 
drawn an emphasis, especially when the researcher conducts qualitative research with 
sensitive topics, as there is much closer interaction between the interviewer and the 
individual examined (King, 2004) and usually more personal or sensitive information is 
shared. Kvale and Birnkmann (2009) claimed, therefore, the researcher had the 
responsibility to concern the rights and needs of the interviewees. Additionally, 
Easterby-Smith et al. (1999) emphasized that all this also played a critical role on the 
cultivation of trust between the interviewer and the interviewees to ensure that their 
truthful experiences and feelings fully expressed. 
 
Data Analysis 
Creswell (1994) claimed that data analysis as a typical procedure in qualitative research 
proceeded in tandem with data collection. The interview transcripts served as the basis 
for the data analysis. Based on a general understanding of the information collected 
through reading the transcripts several times, coding of the data was applied to analyze 
the interviews (Creswell, 2003). Fisher (2004) defines coding as the formal process of 
selecting all the usable material from the complete data collected. Such process would 
contribute to the development of clear themes at the initial stage, as to the needs to 
identify themes which consistently emerged in the interviews and to gather the 
theme-related material which were divided into pieces in the interviews (Creswell, 
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2003; Fisher, 2004). Although this approach to data analysis is flexible, it still forces 
the researcher to take a well-structured approach to analyzing the data, which assists in 
creating a clear and organized account of the findings. As a result, based on the 
transcription of the interview data from the audiotapes, the data analysis was 
categorized into four theme sections. 
As the process of coding and analyzing data continuously had a contribution on 
formulating the subsequent chapters, Fisher (2004) emphasized that codes remained 
open to modification until the end of the study and were modified and developed as the 
analysis proceeded. In the analysis process, to enhance the validity and authenticity of 
the research, Creswell (2003) and Spiggle (1994) highly recommended to adopt the 
method of direct quotations which could LOOXVWUDWHLQIRUPDQW¶VUHVSRQVHV accurately, and 
to apply examples of contradicting arguments of the interviewees which could ensure a 
balanced account of the data gathered. The presentation of the findings is structured 
around the main themes identified. Care was taken not to drift towards generalizations 
but keep in mind the individual experiences from which these themes were developed 
(Creswell, 2003; King, 2004).  
 
Limitations 
Undertaking any form of research takes the researcher on a journey that is often 
challenging and frustrating. Considering the research method employed in the study, 
one of the potential major weaknesses could be the problem of subjective personal 
perspectives. Bell and Opie (2002) indicated the qualitative interview as a subjective 
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technique always aroused the danger of personal thoughts. This is true because there is 
a strong possibility that interviewees might hide some issues on certain sensitive topics, 
or merely reveal the good aspects and conceal the unpleasant stories related to the 
research questions due to feelings of embarrassment or a lack of knowledge on the 
topic and confusion etc.  
The researcher may draw attention to seek out answers that support preconceived 
notions due to the classification of information and the flow of analytical thinking. 
Such behavior may not be intentional but may limit the scope of the available data 
related with the study themes  and greatly influence the reliability of the data collected 
(Miller and Brewer, 2003). Gavron (1966) suggests, however, awareness of the 
problem and constant self-control have great impacts on alleviating the degree of such 
danger. 
In this study, the transcribing of data is another challenge. As to all interviews 
conducted in Chinese, transcribing from the record in the audiotape into English written 
words may easily involve errors due to the misunderstanding or mishearing of 
intervieweeV¶ ZRrds or ignoring the emotionally loaded intonations. Furthermore, the 
language barrier arouses another problem. Although the researcher did her efforts to 
maintain the authenticity and reliability of the data, the slangs, colloquial expressions 
and established phrases in one language may be difficult to provide a parallel in another 
language. As a result, all that the researcher could do was to try to avoid any 
LQWHUYHQWLRQV DQG PLVXQGHUVWDQGLQJV GXULQJ WKH LQWHUYLHZ DQG UHSHDWHG UHVSRQGHQWV¶
key points in fURQWRIWKHUHVSRQGHQWVVRDVWRHQVXUHWKDWLQWHUYLHZHHV¶RSLQLRQVZHUH
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fully and accurately understood by the researcher. 
Chapter Four: Findings and Analysis 
 
This chapter discusses and analyses the findings obtained from the interviews of 12 
interviewees of public organizations in Tianjin. The aim is to provide an understanding 
of characteristics of the Chinese leadership styles. The findings will be categorized and 
analyzed according to three themes unfolded and revealed during the study. These three 
themes, which are corresponding to the theoretical orientations elaborated in the 
literature review section and the research questions presented in the methodology 
section, are illustrated as follow: 
y Guanxi-Oriented Leadership Style; 
y Paternalistic Leadership Style; 
y Leadership Style in Relation to Western Ideas. 
For clarity, convenience and protection of confidentiality, the interviewees are coded. 
 
Findings 
  
Guanxi-Oriented Leadership Style 
Guanxi, particularly its emotional component, evokes profound implications for 
interpersonal and inter-organizational dynamics in China (Xin and Pearce, 1996). As to 
a weak legal and regulatory environment in traditional Chinese society, people are 
likely to rely on the relationships building and cultivating to secure favors and solve 
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problems (Wood, Whiteley and Zhang, 2001). As noted earlier, Guanxi is strong 
influenced by Confucianism which becomes a distinctive character of Chinese 
leadership style. Therefore, an overview of the study evidence demonstrates the 
importance of Guanxi for Chinese leaders. Such importance is presented and divided 
into five dimensions as follow. 
 
Harmony 
Harmony assumes the most critical characteristic of Confucianism (Wellman, Chen and 
Dong, 2002). In Confucianism, harmony is primarily pertaining to relationship among 
people and it provides a well-developed system of ethic and moral values for 
interpersonal relationships. Influenced by the Confucius philosophy deeply, Chinese 
desire to seek harmony and avoid conflict. Ten interviewees indicated that they have 
great intention to build and maintain a harmony within their colleagues both in terms of 
interpersonal contact and work routine.  
Interviewee B commented:  
³« « So far as I am concerned, to build a harmonious (name of organization), 
communication is very important« « I always follow some principles, such as trust 
your staff, change ideas with them, support their work, concern their lives, and 
sometimes forgive their mistake« « A harmonious relationship with your staff can 
help you build a good image, ensure your authority and earn staff¶s trust and 
support« «´ 
Interviewee e1 commented: 
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³« « She will attend or phone us if we have special events like marriage, new baby, 
now house etc« « She always says we are a family on weekly meetings. I know, this is 
unrealistic, but she really cares about us, values us and emphasizes the friendly 
relationships among us« «´  
 
Loyalty 
Trust, loyalty and altruism are highly valued in Confucianism. In the Chinese 
organizational management, a manager pays much attention to subordinates¶ loyalty 
towards him/her and the organization. All interviewees in the study accepted that 
loyalty is the primary ethic to be an officer. 
Interviewee A commented: 
³« « For me, I cannot stand of someone¶s constant complaining or gossiping. From 
my experience, such man is undependable, you won¶t expect to use them in any 
important cases« «´ 
Interviewee B commented: 
³« « Some new generations in (name of organization) have their own thoughts. They 
GRQ¶t like to follow other¶s idea« « To deal with such case, I am not really in the mood 
to bother with small children, only give them odds and ends, such as sending 
newspapers to each office, collecting files, gluing envelopes and so on« « because 
they must understand showing their loyalty is more important than showing their 
capabilities« «´ 
Interviewee C commented: 
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³« «,n my opinion, a staff¶s attitude towards me is the most important thing I 
considered« « ,¶d like to use a staff with good virtues and working attitude, even 
his/her capacity is not satisfied« « 2QH¶V capacity can be trained, but the virtue is 
inborn and not easy to change« «´ 
Interviewee D commented: 
³« «, am the best manager in the (name of organization) since these 20 years, to 
large extent, because I have a loyal group. You know, building a loyal group is not easy, 
especially at the beginning of my tenure« « The former manager left an awful (name 
of organization). And the staff, especially some of former manager ¶s followers, 
exhibited a sense of dislike or an anxiety of transfer« « You can imagine what a tough 
time it is to establish an organization absolutely new. So at the beginning of three 
months, I did nothing, but put all my efforts on building a loyal team. I must let them 
know I will give them the best treatment, if they want to work for me« «, didn¶t 
transfer anyone, I promised their positions. I told them performance decided annual 
bonus. I trusted my staff when I gave tasks to them, otherwise I won¶t use them. I tried 
to get closer with my staff, tried to talk with them during lunch time, and tried to keep 
smiling in the office. Although they were not easy at the beginning, they did work 
finally« « Therefore, to be a good manager, you must show your trust and promise 
towards your staff, then you can get loyalty and hardworking from them« «´ 
Interviewee c2 commented: 
³« «My manager pays much attention to our performances. As a result, to win his 
recognition, I must do my job well, for example, showing sense of accountability, 
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performing actively, and giving some constructive advices on thorny problems. En«, 
my manager¶s performance and achievement rely heavily on mine and other 
FROOHDJXHV¶. Helping him to achieve better work results is the precondition to enhance 
the trust with him« « Loyalty alone won¶t help me get any rewards and credits« «´ 
Interviewee d1 commented: 
³« « What is loyalty? Loyalty is to work hard for your manager« « Indeed, 
maintaining a good relationship with him is very important as well. But too much 
emphasis on cultivating relationship may result in the loss of my personal creditability. 
Moreover, if you did not achieve satisfactory work results, how can you show your 
loyalty to him? Flattery? Conformity? Obedience?... « My manager won¶t buy 
them« «´ 
 
Equality vs In-Group Attitude 
Chinese use Guanxi to categorize people into different groups. They emphasize that 
in-group members are protected and benefited in contrast with out-group members who 
are always eliminated or rejected. Considering the leaders¶ behaviors, the discussion of 
equality vs in-group attitude may arise. It is generally assumed that a manager with an 
in-group attitude is likely to treat his/her subordinates differently depending on the 
level of the closeness of subordinates¶ relationships with him/her. The findings 
demonstrate that twelve interviewees believe, in general, there have equal environment 
in their organizations. Ironically, all of seven subordinates who participated in 
interviews emphasize that it is very important to maintain harmonious and close 
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relationships with their managers, since such relationships can bring easier working 
atmosphere and more favorable treatment for them. This indicates that Chinese 
managers still possess in-group attitude. 
Interviewee A commented: 
³« «7here is no absolute equality in any organization. Generally speaking, I treat my 
employees equally« «,, as a director, reward or punish employees based upon their 
performances which I think it is the best measures to realize equality« « But what I 
have to admit is, some employees think they deserve better treatment. For example, I 
sent Mr. Wang abroad for the trainee course, but Mr. Lee thought himself having been 
working harder than Mr. Wang and out-performing Mr. Wang. So he is unhappy for not 
getting this assignment. The reason why I did not give Mr. Lee that job is that I simply 
don¶t know him much. I don¶t know how good he is at his job« « However, I don¶t 
think that means unfairness, since I have 52 people in my department. It is just no 
possible for me to know them all. That is when employees need to speak up and let the 
communication do the trick. Employee who doesn¶t intend to build the relationship is 
not a good one. It is understandable, in a way, that Mr. Lee was not assigned to that 
job« «´ 
  
People-orientation vs task-orientation 
Confucianism centers on the moral leadership and the pursuit of µcommon good¶ (Potts, 
2002), which refers to being people-oriented, drawing emphasis on the impact of one¶s 
behavior on others, and pursuing group interests over personal interests by using their 
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social relationships and power (Fluker, 2002). Traditional leadership studies have 
indicated that Chinese managers are people-oriented, whereas Western managers are 
proposed as task-oriented. However, the findings show that managers in this study 
present a combination of both people-orientation and task-orientation. 
Interviewee E commented: 
³« «I need to listen to opinions from employees, satisfy as many their demands as 
possible and only lecture them when necessary. The reason behind it is simple. As 
human beings, there are face need to maintain« « Besides, acting as the part of (name 
of position), swearing could only shame and embarrass yourself« «´ 
Interviewee e2 commented: 
³« «Indeed, she centers on our performances, as we all hope our (name of 
organization) getting better and are working for the same goal« « Meanwhile, she 
really cares about us« « You know, we are all emotional animals« « Good 
treatments to us promote high productivity and bring out even better results« «´ 
  
Trend of tendering favours  
Considering the instrumental nature of Guanxi, offering immediate gains is an effective 
way to establish Guanxi in China. Tung and Yeung (1998) claim that there are many 
types of favour-offering, ³VXFK DV JLIW-tendering, entertainment at lavish banquets, 
questionable payments, overseas trips, and sponsoring and supporting the children of 
&KLQHVH RIILFLDOV DW LQVWLWXWHV RI KLJKHU OHDUQLQJ DEURDG´ (p.202). All twelve 
interviewees in the study had tendered or received favours to build and maintain 
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Guanxi. Moreover, they emphasized tendering favours has become an important social 
identity in Chinese society and deeply influences the leadership behaviors. 
Interviewee D commented: 
³« «, have to admit that I have accepted some valuable gifts« « But the more 
valuable gifts you accept, the bigger favor you gonna do. And you must nail it. If I can¶t 
solve the problem as they wish to, they will gossip that I accept gift but doing nothing to 
help« « What a shame, then!... «´ 
Interviewee A commented: 
³« «7here are some rules when presenting a gift. If the gift is too cheap, giving it is 
meaningless. What is more, the receiver would misunderstand that gift-giver looks 
down on them. Especially when those two sides are not close, situation will get 
worse« « Besides, it is impossible to ask someone to do you a big favor with some gift 
of little value« « On the other hand, if the gift is too expensive, the receiver will be 
under the suspicion of accepting a bribe. This is something need to think twice when 
giving gifts« «´ 
Interviewee a1 commented: 
³« « As a matter of fact, I hate presenting the gifts. But it is very common in this 
society. If everyone but you gives the gifts to the boss, what would boss think of you 
then? Do you still want to stay in the office or not? I cannot take that risk« «´ 
Interviewee c1 commented: 
³« «1ot only when you ask for a favor but also when there are some important days, 
such as Spring Festival or Mid-autumn Festival, you have to present the gifts. The main 
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purpose is to build up a good relationship with your boss« «When you really need 
their help, they are willing to offer« «´ 
 
Paternalistic leadership 
As noted in the section of literature review, paternalistic leadership is viewed as 
involving three dimensions ± authoritarianism, benevolence, and moral leadership ± all 
of which are strong influenced by Confucianism and observed to be present in the 
leadership behavior of the managers of Chinese public organizations.  
 
Authoritarian leadership 
Authoritarian leadership is viewed as a leader¶s personal authority and dominance over 
followers. Leaders generally present distinctive behaviors: explaining and teaching 
employees, maintaining certain social distance from them, strengthening their authority 
by their positions and personalities, expecting employee obedience, and minimizing 
conflict among them (Farh et al., 2006). In the study, three of managers preferred to 
utilize their authoritarianism to manage organizations, seven subordinates more or less 
mentioned their PDQDJHUV¶ authoritarian behaviors during interviews. 
Interviewee A commented: 
³« «, prefer to maintain a distance with my staff, both in terms of interpersonal 
contact and work routine. Because I must be properly dignified, letting them feel fear 
and a sense of shame« «´ 
Interviewee B commented: 
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³« «(mployees are not that willing to follow a female chief executive. Therefore, I 
have to give orders without hesitation just like male chief executives do« « Even 
though some employees have problems with that, I have to ignore it« « As long as it is 
good to the whole bureau, employees will eventually admit my ability and accept my 
VXSHUYLVLRQ« «´ 
Interviewee D commented: 
³« «$n excellent manager must have the ability to control his employees and have 
them worship him« « In the (name of organization), normally, the employees follow 
my order« « What I can¶t stand is different views to a programme and that the 
discussion goes on and on for several hours, sometimes even several days without 
agreement. It is just inefficient at all!... «´ 
Interviewee a1 commented: 
³« « My boss is a very confident person. He can listen to people¶s opinions but not 
always adopt them. Sometimes he still sticks to the way he thinks it right« « However, 
he doesn¶t want to hear people talking about his flaws. Maybe because he thinks that 
will damage his authority and reputation« « Sometimes, I want to quit my job, but 
civil servants can get better benefits and the job can be easily done. So working for the 
government is way better than working for private company, isn¶t it?´ 
 
Benevolent leadership 
Benevolence which is embodies in Confucius philosophy refers to a humanistic 
consideration towards everyone. In this study, benevolence is emphasized by most of 
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the interviewees.  
Interviewee C commented: 
³« « A good manager must know how to protect his subordinates. That is why many 
managers choose to keep silent about their subordinates¶ wrongdoings, like corruption, 
such as« « It does not mean those managers have some sort of ethical problems, it is 
just because the managers have to consider a lot of things behind the corruption. What 
will happen to their family if the corruption is exposed... « People will point a finger at 
their innocent children, what will that affect children¶s future « « Therefore, if I find 
my subordinates involved in corruptions, I would think twice before I make any 
decisions« « What I will do is a protection, in a way« « But it is necessary to 
privately educate and discipline the µmistake-maker¶« «´ 
Interviewee E commented: 
³« « I have to think about my employees and care about them all the time« « You 
know, we, as human beings, are emotional. Nobody is heartless especially when they 
getting along for a long time« « ´ 
Interviewee a1 commented: 
³« « When our department was working an important project with a multinational 
company 3 months ago, everyone was extremely busy« « However, at this very 
moment, my mom got a very serious glaucoma and she needed an immediate surgery. 
But my dad was on a business trip and can¶t make it back home. So I braced myself and 
tell him (the manager) about my mom¶s illness. What came unexpected was he insisted I 
should take days off to look after my mom« « And he paid a visit to my mom himself 
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when she was recovering in the hospital. Therefore, I was deeply touched by what he 
had done« «´ 
Interviewee b1 commented: 
³« « Our manager is kind of people of sense« « She allows us to leave our work 
when we have good reasons« « If she finds someone is overworking, she will allocate 
some work to other people and sometimes to herself as well which is very impressive. 
You know, it is rare in this society for managers to share the work with employees« «´ 
 
Moral leadership 
According to the Confucius believes - adopting moral principles, moral examples and 
moral persuasion to govern a state, a leader should demonstrate distinguished virtues as 
an example, and perform his role with appropriate behaviours.  
Interviewee E commented: 
³« « I have to conquer my employees by my own moral conduct. The misbehaving 
will get betrayed for sure which will lead to disunity to set in among (name of 
organization)« «´ 
Interviewee C commented: 
³« «Manger¶s character and morals is important. You know, your Uncle Wang (a 
councilor) was doing great to his region. But after that, he was busy with having an 
affair and getting a divorce which incurred the dislike among the employees« « No 
one would ever obey his order and therefore the prospect of his region is dying« « He 
was forced to resign at last « «´ 
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Interviewee d1 commented: 
³« « In my opinion, the main reason that our bureau has been out-performing is our 
manager¶s outstanding character and morals« « All of us pay a high respect to him 
and learn a lot of things from him« « We appreciate not only his competence but also 
his personalities and conducts« « Therefore, we are truly willing to work for 
him« «´ 
 
Heroic leadership 
As to the knowledge-based economy and increasingly more emphasis on teams instead 
of individuals, heroic leadership is confronting numerous criticisms. However, in this 
study, it seems that heroic leadership does not lose its attraction in Chinese public 
organizations. Many managers still portray their as heroes and rely on their intelligence, 
credibility and ability to lead organizational changes.  
Interviewee A commented: 
³«« Manager should have a heroic image. When I was a secretary of your Grandpa 
Xu (the former Director) 6 years ago, we were in the middle of planning to set up a 
High-Tech Park. If it succeeds, loads of money will flow in. On the contrary, there will 
be a disastrous consequence if that is a failure « « While most people attending the 
meeting voted against the plan because of its high risk, Grandpa Xu insisted. We did 
carry out the plan finally« « The results turned out that the High-Tech Park is 
developing fast in a good direction« « Now, your Grandpa Xu is the head of county 
and I got promoted for that as well« «´ 
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Interviewee E commented: 
³« « You know, it is not easy to be a good female (name of position)« « When I 
first took up the (name of organization), everyone was suspecting my ability. Male 
teachers were reluctant to follow my orders just because I am a female« « But, 
after 3 years¶ reform, the school has become one of most popular schools in town. It 
is just not the case that people tried to avoid our school anymore« « Everyone is 
impressed by my achievements and admiring me now. So this is the situation now, as 
long as it is the order from me, teachers will follow and feel more than happy 
to« «´  
 
Analysis of Findings 
 
Guanxi-oriented leadership style 
In ChinaWKHUHLVDZLGHVSUHDGEHOLHIWKDWµZKR\RXNQRZLVPRUHLPSRUWDQWWKDQZKDW
\RX NQRZ¶ µ:KR \RX NQRZ¶ which is commonly known as Guanxi, refers to social 
connections with the appropriate organizations or individuals. Guanxi, face and 
Renqing as the three key building blocks of Chinese culture (King, 1991), pervade all 
aspects of societal functioning and organizational activities (Tung and Yeung, 1998).  
Hui and Graen (1997) indentify that the importance of Guanxi in China is evident not 
only in terms of the certain role definition of Wu Lun, but the role it acts in serving the 
infrastructure of the Chinese society. First, Boisot and Child (1989) indicate that 
Guanxi create stability and predictability in social interactions. Second, Guanxi 
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undertakes some functions of legal system, especially on maintaining appropriate social 
order (Hui and Graen, 1997). In traditional China, as role requirements and social 
actions are seriously defied by Wu Lun, people pay much attention to the Guanxi, 
rather than the laws. For example, Chu and Ju (1993) conducted a research with 2000 
Chinese in Shanghai, they state that over 90 per cent of respondents believed Guanxi 
was very important in their lives and 70 per cent preferred to use Guanxi to achieve 
personal favors and solve problems. Additionally, this study reported that the youth 
paid more attention to Guanxi than the elder. Therefore, Guanxi reflecting Confucian 
philosophy related to harmony, hierarchy, and the building of moral potential, has 
become even more strengthened with strong and direct implications for social attitudes 
and practices (Wang, 2004).  
In this study, interview questions were drafted to explore the influence of Guanxi on the 
leadership style in Chinese public sectors. The set of findings indicate that Guanxi is 
deeply rooted in the Chinese leadership style and has a tenacious impact on managers¶ 
behaviors in Chinese public organizations. Therefore, the study demonstrates the 
following propositions with both evidences and extended understandings.  
 
Chinese managers are harmony-seeking 
Managers believe that relational harmony plays a significant role in consolidating 
organizational unity and enhancing teamwork efficiency. They did their efforts on 
creating and maintaining an amicable relationship with their staff and drew much 
emphasis on avoiding conflict in their work places. Concerning communications with 
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the staff, with the exception of only one manager, who was straightforward by personal 
characteristics, the rest managers tended to use implicit language to deal with 
serious-discussing issues and adopt both compromising and accommodation 
approaches to solve conflicts in organizations. The Chinese society values one¶s µface¶, 
protecting µface¶ is critical important in Chinese social interaction. Managers, therefore, 
typically apply indirect language to preserve the face of their staff being criticized. 
Although the implicit behaviors of Chinese managers may cause complexities of 
communication between managers and subordinates (Hung, 2004), the researcher here 
holds the perspective that provided both the managers and the staff understand and are 
influenced by their own Chinese way of communication, such implicit behaviors can 
contribute to the organizational unity and teamwork efficiency. Otherwise, explicit 
strategies may result in the loss of group harmony and thus impair the organization 
efficacy (Ho and Chiu, 1996). 
 
Chinese managers value loyalty more than competence 
Although managers highlighted the importance of competence in the organizational 
operation, most of them believed that loyalty was more important than competence in 
maintaining harmonic relationships between their staff. According to Lin¶s argument 
(2000), the leadership of Chinese managers is transactional, not transformational. 
Subordinates are required to exhibit loyalty, hard-working, and trustworthy attitude 
towards their managers, as such behaviors can help them maintain stable relationships 
with their managers and gain more treatments and protections from them. The norm of 
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reciprocity in Chinese culture also draws an emphasis on this. Influenced by the 
Confucius philosophy, loyalty in Chinese society is a long-term commitment and 
psychological contract governing the manager-subordinate relationship (Cheung and 
Chan, 2005). This invisible bond is directly affected by the norm of Xiao (filial piety) 
which is defined by the rule of Five Cardinal Relationships in Confucianism. As a 
result, a subordinate¶s loyalty derives from cultural commands, not from an 
inspirational charisma of his/her manager. Chinese managers focus on staff¶s loyalty, 
because such devotion can contribute to better co-operations, communications and 
work results. Concentrating more on loyalty than competence is a critical function to 
ensure the stability of Guanxi between managers and subordinates (Daniels, Krug and 
Nigh, 1985). However, too much focus on loyalty may lead to an unexpected situation, 
that is, staffs spend too much time and energy in doing Guanxi with their managers and 
do not pay much attention to their duties.  
 
Guanxi may lead to an in-group perspective 
In Chinese public organizations, managers who emphasize on the Guanxi to manage 
their organizations results in a clear-cut distinction between staff of in-group and 
out-group thus leads to inequality. As noted earlier, Chinese society is collectivistic, 
people is expected to respect to their own group. Guanxi as an exclusive manner binds 
people together and defines who are in-group and who are out-group. In this sense, 
managers should give priority to whom they know well and consider in-group members. 
Regarding to out-group staff, they may confront an unfair treatment, since managers 
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don¶t know them well. 
 
Chinese managers focus on maintaining Guanxi 
In this study, although interviewees indicate that tendering favours is the quickest way 
to build Guanxi relations, to be succeed, managers feel maintaining a long-term µtrue 
Guanxi¶ is primarily critical and presenting gifts as a supplementary strategy is 
apparently adopted to open doors. In this regard, there are three strategies to build a 
µtrue Guanxi¶. 
Nurturing long-term mutual benefits with interest groups  
Normally, managers accept gifts from individuals or certain groups to help them realize 
lower levels of personal interests or financial performance. To achieve mutual greater 
succeed, especially with certain interest groups, such as leadership teams, large 
corporations, foreign investors, strong local organizations etc., they value long-term 
interactions with them. For their own sake, attracting investments on benefiting 
substantially to employment and development of infrastructure in their community is 
the ultimate principle for advancing their political careers.  
Nourishing personal relationships  
Since a relationship based on immediate gains is unstable, to maintain Guanxi, Chinese 
managers believe that it is important to develop a personal relationship with 
trustworthy subordinates or certain group members, especially someone who takes a 
crucial position in that group. To build an intimate relationship with them, most 
managers value the principles of sincerity and frankness and focus on sharing inner 
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feelings or personal secrets to accomplish this. 
Cultivating trust  
This study demonstrated that trust was an essential element to build and maintain 
Guanxi. According to a manger, ³:LWKRXW WUXVW, it is virtually impossible to build 
Guanxi, since China is a relation-EDVHGVRFLHW\´. Many managers applied two mottoes 
for cultivating trust, they are µ'HOLYHUZKDW\RXKDYHSURPLVHG¶DQGµ'RQ¶WFKHDW¶  
These three strategies, along with the tendering favours should be seen as 
complementary, rather mutually exclusive. Chinese managers typically adopt an 
integrated approach to cultivate stronger and permanent Guanxi for their future careers.  
 
Guanxi may result in Chinese official corruption ± a difficult challenge for 
Chinese leaders 
In this study, most of subordinates felt Guanxi was very important for their careers and 
they typically rendered gifts or money to maintain Guanxi and solve problems. 
Additionally managers admitted they had received favors, however, they were reluctant 
to release how many and/or how much they received. The phenomenon of 
tendering-receiving favors, therefore, may imply an µXQHWKLFDO EHKDYLRr¶ (Caiden, 
2007), commonly known as the µChinese official corruption¶, has pervaded in Chinese 
public organizations. One manager included in the study emphasized that the reason of 
the popularity of Civil Servant Examination is not only the secure employment and 
degree of independence from social pressure, but also the attraction of µextra gains¶ 
beyond their salaries. As a result, Pei (2007) indicates that, although Chinese official 
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corruption has not hurt its economic growth, it deeply challenges &KLQD¶V IXWXUH
prospects in political, economic and social aspects.  
 
Paternalistic leadership 
Paternalistic leadership as a kind of father-like leadership style compose three elements 
± authoritarianism, benevolence, and moral leadership, all of which are deeply 
influenced by Confucian culture and direct Chinese managers¶ behaviors in public 
organizations to large extent (Westwood and Chan, 1992). The ultimate aim of the 
study was to explore how the paternalistic leadership influenced manager-subordinate 
relationships in Chinese public organizations. According to the overall findings, the 
study proposes four propositions as follows. 
 
Relationships among the three aspects of paternalistic leadership 
The study indicated that authoritarianism, benevolence, and moral leadership as three 
aspects of paternalistic leadership in China are complementary. First, managers¶ 
benevolence has a great contribution on the moral leadership. As noted earlier, 
Confucianism views benevolence as a critical virtue to define the obligation of 
superiors. Therefore, benevolent behaviors, as demonstrated in the study, were 
perceived as possessing moral character. Second, there is a non-mutual relationship 
between moral leadership and authoritarian leadership. The study indicated that 
subordinates were willing to working for a manager who applied his/her morality to 
inspire staff. In this sense, moral leadership enormously strengthens a manager¶s 
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authority. However, there is no evidence in the study that the accomplishment of moral 
leadership rely on managerV¶ authority. Ironically, too much authority in the work place 
may generate unexpected results on manager¶s moral leadership. Finally, the study 
reported that it seemed to have a difficulty on employing both authoritarian leadership 
and benevolent leadership simultaneously for a manager. 
 
Influence of authoritarian leadership on subordinate outcomes 
The study demonstrated that a manager¶s authority highly depend on the degree of 
subordinate fear towards him/her. Cheng, Chou, and Farh (2000) claim that it easily 
results in series of negative outcomes, such as lower organizational commitment and 
lower satisfaction with supervision. However, with the improvement of legal system, 
the economic reform, as well as the influence of western ideas in contemporary China, 
the traditional concept of authority has been weakened. Submission to authority is no 
longer a universal value, subordinates consider authoritarian leadership involving their 
own personalities and their perceptions of dependence. Therefore, the transforming of 
authoritarian leadership is necessary. Two directions may benefit this transformation. 
First, managers could concentrate on revising their arbitrary behaviors and enhancing 
their authority by moral inspiration. Second, managers could transfer their authorities to 
certain core principles or values which their organizations cherish. Impersonal authority 
leads to VXERUGLQDWHV¶ obedience to µlaw¶, rather to µman¶. As a result, the application of 
impersonal authority can deliver numerous benefits, such as reducing VXERUGLQDWHV¶ 
resistance towards personal authority, developing a strong and long-term organization 
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culture, and greater stability and continuity over time.  
 
Potential issues of benevolent leadership  
Farh et al. (2006) claim that benevolent leadership has a strong and positive influence 
on identification, compliance, satisfaction, and organizational commitment. The study 
showed that subordinates had a strong expectation on their managers¶ benevolence. 
There was no difference across age or educational backgrounds. Cheng, Huang and 
Chou (2002) emphasizes that Chinese managers typically center on cultivating personal 
relationship to demonstrate their benevolence towards subordinates. Such behavior, 
however, may have a negative impact on the practice of modern values in 
contemporary Chinese society, such as equity, equality, economic rationality and 
respect for individual privacy (Bryman, 1992). A benevolent manager may depend on 
the subordinate¶s needs, rather than on the rule of equity and equality, to distribute 
resources. A manager may protect old, loyal subordinates to conflict with economic 
rationality and organizational restructure. In addition, concerning on subordinates¶ lives 
may offend their privacy. Therefore, although there is a high expectation on benevolent 
leadership, its practice seems a tough journey. 
 
Potential issues of moral leadership  
As noted in the section of literature review, Gong-Si-Fen-Ming as a critical virtue for 
moral leadership refers to unselfish behaviors on public interests (Farh et al., 2006). 
Unexpectedly, there is no evidence in this study to demonstrate this virtue. It may result 
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from two reasons. First, Goldfinch (2009) indicates that it is difficult for an official to 
distinguish between public resources and personal resources, between public interests 
and personal interests, as well as between public purposes and personal purposes. 
Second, Chinese value Guanxi building and maintaining, tendering favors to officials is 
a common social phenomenon in China. However, some of interviewees in the study 
emphasized that a competence manager should be an example to lead their subordinates. 
This released another virtue for moral leadership, namely leading by example (Chen 
and Farh, 1999).  
Finally, paternalistic leadership may produce positive influence on leadership 
effectiveness. In paternalistic leadership, decision making is normally dominant by a 
single person (Chen, 1995). This structure has advantages of the effectiveness on 
strategy formulation, the fast speed of response, and the flexibility on resource 
distribution (Redding, 1990). For fast growing China, paternalistic leadership may be a 
very effective strategy. 
 
Heroic leadership in Chinese public organizations 
The typical image of a proverbial hero is someone who is riding in on his white horse 
to defeat the enemy and solve all problems. Therefore, to be successful, a heroic leader 
should have a confidence to solve all difficulties and the followers of the organization 
just need to follow. The study indicated that in Chinese public organizations, a heroic 
leader who had courage to face risks and challenges of change without fear and 
uncertainties needed an ability to save an organization from certain collapse and 
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demonstrated complete command and control. Therefore, heroic leadership centers on 
self-developed and self-discovery, the success highly depends on the judgment of one 
person so that there is a high self- reliance and self-confidence for solving challenges. 
However, heroic leaders who underemphasize trust in their followers easily generate 
challenges of reluctance to work for an overly self-reliant leader. Bunker and Wakefield 
(2005) indicate that the combination of self-reliance and trust in others contributes to 
numerous advantages for the positive and dynamic working atmosphere, for example, 
evoking followers¶ working enthusiasm for highlighting the significant contributions of 
their work and understand, co-operating with followers in tackling emotional and 
operational changes, and encouraging more constructive ideas form followers. Topping 
(2002) provides five suggestions for heroic leaders on practicing both self-reliance and 
trust in others as follow. 
y Heroic leaders should estimate themselves properly. In the study, managers always 
viewed themselves as the best and the most talented in organizations. Although 
self-confidence plays a great role on the success of leadership, it easily leads to over 
self-reliance and insufficient trust towards their subordinates. Therefore, to establish the 
true self-reliance, managers need to face their personal strengths as well as weaknesses. 
It is critical to encompass and cultivate self-awareness, self-understanding, and 
self-acceptance, as these characters encourage mangers to accept followers¶ work and 
give them opportunities to endeavor to their strength areas.  
y Heroic leaders should allow diverse ideas during the discussion. It is common in 
Chinese public organizations that managers tend to keep a considerable distance with 
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their subordinates. The isolation from subordinates can maintain managers¶ charisma 
and power to some extent, however, it may result in the subordinates¶ distrust, further, 
leads to a keeping-silent working environment. To demonstrate the trust towards 
followers, managers need to encourage their subordinates to speak out the truth, their 
suggestions, and feedback, especially some conflicting opinions between the leader and 
followers.  
y Heroic leaders should learn to share tasks. Traditionally, Chinese managers prefer to 
undertake certain crucial tasks or challenges themselves. To a great extent, Chinese 
mangers reluctant to accept the competence of their subordinates to confront 
extraordinary uncertainty, ambiguity, and transition. Managers in the study who viewed 
themselves as heroes demonstrated strong self-confident and self-reliant to solve 
difficulties. Such believes contributes to a lonely journey of the heroic leader. Therefore, 
learning to share tasks with certain trustworthy and talented subordinates can not only 
win meaningful ideas and their loyalty, but also promote the revitalization and recovery 
process in organizations. Therefore, Topping (2002) claims that sharing the load with 
subordinates as a sign of trust towards them is a critical element of effective transitional 
leadership.  
y Heroic leaders should pay attention to interactions with certain trusted followers. In 
Chinese public organizations, to play the role of Superman/Superwoman, managers 
often avoid to vent their fears or frustrations on unresolved issues. Although 
subordinates expect their managers to be invincible, they also attempt to explore 
whether their manager are just pretending to be strong. This raises a suspicion between 
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subordinates and the manager. Therefore, managers should build connections with 
certain loyal subordinates, share their true feelings, and sometimes speak out fears and 
mistakes, thus generate a kind of mutual reliable relationship. However, this may result 
in an in-group perspective in the organization.  
y Heroic leaders should listen to followers¶ thoughts. Chinese managers largely depend 
on their own understandings and experiences on the decision-making and seldom 
accept followers¶ opinions. As a result, in Chinese public organizations with heroic 
leaders, subordinates always keep silence and follow their manager¶s order. Topping 
(2002) argues that, to achieve an effective leadership, managers need to create a safe 
environment for subordinates to speak truth to power, encourage both positive and 
negative feedback, and cultivate the informal channels to receive honest opinions.   
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Chapter Five: Conclusion 
 
Brief Summary 
The study applied a qualitative interview with twelve participants in five public 
organizations in Tianjin, and indicated three significant dimensions of Chinese 
leadership style - Guanxi-oriented leadership, paternalistic leadership and heroic 
leadership ± ZKLFK KDG SURIRXQG LPSDFWV RQ PDQDJHUV¶ EHKDYLRUV DQG RUJDQL]DWLRQDO
operations.  
Guanxi which is deeply rooted in Confucius philosophy has plays an important role on 
shaping and influencing modern Chinese leadership style. Although Guanxi has been 
developed over centuries, it still encompasses the most essential dimensions of the 
ancient Chinese social, political and moral philosophy, such as on human relationships, 
VRFLDORUGHUVDQGPRUDOSULQFLSOHV:LWKDQHPSKDVLVRQPDQDJHUV¶ OHDGHUVKLSVW\OHLQ
Chinese public organizations, the study demonstrated the great dynamics of Guanxi in 
building and influencing the unique leadership style. The study claimed that: 
First, Guanxi-oriented leadership contributes to achieving and maintaining a harmonic 
atmosphere in workplaces, which generates numerous advantages on consolidating 
organizational unity and enhancing teamwork efficiency. 
Second, Guan-oriented managers believe that loyalty is more important than 
competence in maintaining harmonic relationships between their staff.  
Third, Guanxi-oriented leadership may lead to an in-group perspective and unfair 
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treatments to the staff, this may discourage the working enthusiasm.  
Forth, although building a Guanxi relationship is very important, Chinese managers 
prefer to maintaining and cultivating the existing Guanxi. They focus on a long-term 
relationship with interest groups, nurturing personal relationships, and trust cultivations 
to achieve an effective, stable, and reliable Guanxi network. 
Fifth, Guanxi orientation may result in Chinese official corruption, since tendering 
favors has become a trend for achieving personal or organizational desires in China.  
In addition, the study also identifies that Chinese managers are strongly influenced by 
paternalistic leadership style which is with three noticeable dimensions, 
authoritarianism, benevolence, and moral leadership. Therefore, the study proposes 
four propositions. 
y Authoritarianism, benevolence, and moral leadership as three aspects of paternalistic 
leadership are FRPSOHPHQWDU\PDQDJHUV¶EHQHYROHQFHKDVDJUHDWFRQWULEXWLRQRQWKH
PRUDO OHDGHUVKLS PRUDO OHDGHUVKLSFDQVWUHQJWKHQD PDQDJHU¶VDXWKRULW\ZKHUHDV WRR
PXFK DXWKRULW\ PD\ JHQHUDWH QHJDWLYH UHVXOWV RQ PDQDJHU¶V PRUDO OHDGHUVKLS LW LV
difficult for a manager to employ both authoritarian leadership and benevolent 
leadership simultaneously. 
y Chinese authoritarian managers highly rely on the degree of subordinate fear towards 
them which easily results in lower organizational commitment and lower satisfaction 
with supervision. Therefore, two directions may benefit the transforming of 
authoritarian leadership: first, managers could concentrate on revising their arbitrary 
behaviors and enhancing their authority by moral inspiration; second, managers could 
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transfeUWKHLUDXWKRULWLHVWRLPSHUVRQDODXWKRULW\ZKLFKOHDGVWRVXERUGLQDWHV¶REHGLHQFH
WRµODZ¶UDWKHUWRµPDQ¶ 
y Chinese managers are highly expected to demonstrate their benevolence towards 
subordinates. However, the practice of benevolence may confront challenges, 
especially on the modern values, such as equity, equality, economic rationality and 
respect for individual privacy. 
y Unselfishness on public interests and leading by example as two primary virtues, have 
great impacts on moral leadership. As noted earlier, however, it is difficult for Chinese 
managers to obey the virtue of unselfishness on public interests. There are two reasons: 
one is the difficulty for a manager on distinguishing personal interests from public 
interests; the other one is tendering favors to officials which has become a common 
social phenomenon in China. 
Therefore, since paternalistic leadership has advantages of the effectiveness on strategy 
formulation, the fast speed of response, and the flexibility on resource distribution, in 
fast growing China, managers largely depend on paternalism to get along with their 
subordinates and deal with numerous daily affairs both on administration and 
policy-making.  
Moreover, as noted in the Western literature, managers in Chinese public organizations, 
demonstrate a heroic style on facing risks without fear and having an ability to save an 
organization from certain collapse. However, as heroic leadership concentrates on self- 
reliance and self-confidence for solving challenges and underemphasizes trust in their 
subordinates, it may generate challenges of reluctance to work for an overly self-reliant 
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leader. Therefore, Topping (2002) identifies five ideas for heroic managers on the 
combination of self- reliance and trust in subordinates:  
y Gain an accurate sense of self ; 
y 'RQ¶WLVRODWH\RXUVHOI 
y 'RQ¶WVKRXOGHUWKHEXUGHQDORQH 
y Open up; and  
y Listen to others. 
 
Limitations 
 
There are four limitations in the study should be emphasized. First, the study was 
conducted in Tianjin, and was restricted to the Chinese Public Sector in only five 
organizations ±Economy and Trade Commission, Justice Bureau, Department of 
Cultural Affairs, Urban Planning Bureau, and Public Primary School. As a result, the 
outcomes may be insufficiently applied to all public organizations in China. Second, 
qualitative interviews as the only one research method were employed in the study. 
Although the information gained from interviews was rich and interviewees tried to 
satisfy the researcher as much as possible about the topics, much information obtained 
E\ REVHUYDWLRQ DQG IURP WKH LQWHUYLHZHHV¶ FRPPHQWV FRXOG QRW EH DSSOLHG LQWR WKH
study. In addition, Bell and Opie (2002) claim that the qualitative interviews is seen as 
a relatively subjective technique. Although all interviewees in the study were notified 
of the importance of providing objective comments and assured of the protection of 
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their confidentiality, especially subordinates who took the interviews. Yet the study still 
found personal prejudice and emotional bias involved. Interviewees might hide some 
issues on certain sensitive topics, or merely reveal the good aspects and conceal the 
unpleasant stories, as to the feeling of embarrassment or the pressure imposed by the 
power in organizations. Forth, the researcher was facing the language barriers, when 
transcribing the data of interviews. As it was difficult to match an exact Western 
counterpart of the slang, indigenous construct, or colloquial expressions in Chinese to 
give a parallel, even though the painstaking effort was taken to ensure validity and 
authenticity of the information, it might still involve errors.  
 
Direction of Future Studies 
 
According to the limitations of the study, future study should complement and fill the 
existing research gap of the Chinese leadership style. It is necessary to evoke more 
researches with new theoretical views to enrich the understanding of the complexity of 
Guanxi orientation in Chinese leadership styles. Considering only one research method 
applied in the study, future research need to adopt different methods to test and refine 
the propositions discussed here (Spector and Brannick, 1995). There is a need to add 
variety to leadership composition so as to maintain the authenticity and reliability of the 
outcomes. Restricted to only five public organizations, future studies need to cover 
more organizations to fully grasp the complexity of leadership in Chinese public sectors. 
Besides, cross-cultural research should be adopted in future studies to understand the 
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universality of the influence of Chinese leadership style, especially Guanxi-oriented 
leadership style. Finally, it seems that special concern should be directed to 
XQGHUVWDQGLQJ :HVWHUQ SHRSOH¶V SHUFHSWLRQ RI &KLQHVH OHDGHUVKLS VW\OH DQG DWWLWXGH
towards Confucianism in forming and affecting Chinese leadership style.  
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